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Abstract
The purpose of the present qualitative study was to examine mentoring
relationships for African American males enrolled at a predominately white university.
Study participants met the following criteria: (1) African American male; and (2) senior
class status based on earned academic credits. Characteristics such as prior enrollment at
other institutions, age at the time the study was conducted, and degree program
enrollment were not identified criteria. The findings of the present study include the
perceptions of the impact of mentoring on the persistence, involvement in the co
curriculum, relationships with formal and informal mentors, and, in general, their
successfulness (as a measure of imminent degree attainment) in the academy over a four
year period. The expectations and experiences of the mentor/protege' relationships of six
African American males enrolled at Eastern Illinois University, a predominately white
institution, revealed not only the continuing need for such relationships, but also the
influences of race, formal and informal social interactions with mentors, and the
influence of familial relationships on the successful attainment of degrees sought.
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CHAPTER I
INTRODUCTION
"Human progress is neither automatic nor inel'itable ... Every step toward the goal of
justice requires sacrifice, suffering, and struggle; the tireless exertions and passionate
concern ofdedicated individuals. "
Martin Luther King, Jr.

The purpose of the present study was to conduct research on the perceptions of
the impact of mentoring for African American males during undergraduate study. The
word mentor originated from Greek mythology. Fox (2006) illustrates it was the name of
an actor in the play Odysseus, written by Horner and referenced the role of a trusted
friend, counselor or teacher named Mentor. Mentor was in charge of Odysseus' son
Telemachus in his absence during his great adventure fighting in the Trojan War. During
the time of Odysseus, living life with intentional purpose was a design constructed by an
ancestor, family member, uncle, father, et cetera. The concept of mentoring, according
to Nelson and Stephen (1999), "refers to all the individual guidance faculty often have to
give students to ensure their success, and it has special relevance to the support and
guidance various disadvantaged populations have needed as they entered the academy in
increasing numbers" (p. 162).
African American male students fit the description of the aforementioned
population as many have difficulty succeeding in college and dropout in record numbers
each year due to a multitude of elements within higher education settings (Cuyjet, 1997).
According to Strayhorn and Terrell (2007),
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Mentoring facilitates students' academic and social involvement. Thus, it is
reasonable to hypothesize that mentoring may influence an individual's
satisfaction with college. To the extent this is true; mentoring would directly or
indirectly influence a student's intentions and, consequently, persistence/retention
decisions (p. 73).
According to Granados and Lopez (1999), the passing of knowledge during the
learning process for the mentee/protege occurs within a setting referred to as the "hidden
curriculum" (p. 51). The hidden curriculum is that component of the curriculum in which
the mentor closes the door to the world of academia and opens the door to livelihood. The
mentor begins to discuss life with the mentee/protege, illustrating the process of
academia but through a lens of transparency.
The collegiate experience remains a daunting task for African American males in
the twenty-first century on many predominately white (P.W.!) campuses. Since the
landmark 20th century case of Brown v. Board ofEducation ofTopeka. KS, efforts have
been made to extend services and rights for all ethnicities and cultures with opportunities,
restrictions and limits universally applied. Subsequently, as the collegiate world has
opened to the presence of students of all races and ethnicities, an agonizing truth of
disparity in degree attainment remains apparent in the dismal matriculation and
graduation rates among African American males.
The educational success of African American males in higher education since the
passage of Brown continues to flounder and is rapidly approaching a downward spiral.
The phenomenon is not a new development as many noted educators, politicians, and
social psychologists have recently described African American males as a vanishing
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species (Esters, & Mosby, 2007) on America's college and university campuses.
Institutional efforts to address this phenomenon have on occasion become legal
spectacles as each university I college pursues its own unique approach to the issues
involved. According to Wilson (2000), many educators consider the placement of
formally assigned mentors who are similar in race and gender to be an immediate
solution to the attrition problem of African-American men.
African American males, similar to many other students, encounter numerous acts
of indifference and concern while interacting with faculty, staff, and administrators
during their pursuit of higher education. Thus, the condition ofthe African American
male is not just a Black issue. However, the challenges inherent in a historically
disenfranchising educational system continue to be detrimental to the ability of African
American males to experience the comprehensive gains achieved by other students
(Cuyjet, 1997; Harper, 2009). According to Hernandez (2002), researchers and
administrators alike have recognized that more often than not the campus culture at
P.W.I.s does not reflect the cultural backgrounds of minority students. In particular, the
paucity of African American male role models available as mentors at predominantly
white institutions remains a serious problem. Institutionalizing mentoring is a valuable
first step in reversing the trend of a questionable future for the African American male's
persistence in higher education.

Purpose of Study
The above statement precisely reveals the mentoring predicament of African
American males who more often than not find themselves attending predominately white
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institutions. In light of this phenomenon, the purpose of the present study was to discover
whether the presence of African American male mentors on a predominately white
campus was perceived to alter the matriculation and graduation outcomes of African
American male undergraduates.
Research Questions
The following research questions guided the present study.
1.

What perceived impact does mentoring have on African American males during
their undergraduate experience?

2. How does the perceived impact ofmentoring contribute to the rates of retention
and graduation among African American males?
3. How are mentor/protege relationships perceived from those that participate in the
process?
4. Is mentoring perceived to be an important or necessary component for
successfully obtaining a baccalaureate degree among African American males?
Significance of Study
African American men in higher education with terminal degrees are revered as
marvels due to the obstacles and challenges they face during their journeys to advanced
degree attainment. It has been documented (NCES, 2000-2010), and is generally an
accepted fact, that the majority of African American males do not graduate from high
school and further their educational endeavors by attending college and matriculating
until graduation. Trippi and Cheatham (1989) and Bourne-Bowie (2000) provide
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evidence that on a vast scale African American males dropout of college at alarming rates
and never return to earn the degrees they initially sought. Wilson (2000) identified
statistics which documented Black males becoming victim to acts of violence or entering
the penal system rather than entering college. For example, in 2006 the number of black
men incarcerated within federal and state prisons was approximately 837,000. In
contrast, approximately 870,000 Black men enrolled in undergraduate college programs
in 2007. Given the almost equal numbers of Black males in American prisons and in
higher education, studies such as the present one may contribute significantly to our
understanding institutions of not only the needs of this special population but also
provide insights into what can be done to significantly impact the severity of this racial
and educational travesty.
Many of the academic support dilemmas that African American males face are
not new experiences, yet beyond mentoring programs, there exists a paucity of sufficient
financial resources available to overcome challenges within the academy. Tinto (1975)
developed a theoretical model based on student retention within higher education
conveying a two tier structure of events that affect the attrition rate for students. The first
tier focused on the academic requirements for students to follow and persist as the
curriculum demands increase with each grade level. The second tier contains the social
integration process within the college/university environment viewed as equally adjoined
to the academic challenges placed before students.
The collegiate journey students' encounter often means that academic integration
and social integration appear to operate at cross-purposes to each other despite the
assistance of fellow students, faculty members, student service professionals and

6

academic administrators. Leon (1993) suggested that mentors might be better received if
they are Black professionals in the field and not necessarily just a person who volunteers
for the responsibility. Theoretically, young Black men must be able to relate to persons
that have navigated the challenging paths ahead of them and are considered successful.
Thus, Black male mentors are more likely to have a dramatic impact on the maturation
processes of young Black males' than mentors who are neither male nor African
American. Another phenomenon is that cultural and ethnical differences provide
additional hurdles to be overcome for African American males. In general, it can be
argued that the learning environment is based on Eurocentric curriculum and pedagogy
styles. The perception students have of the world is skewed through a Eurocentric lens,
this as the majority/status quo and small groups who advocate broader values, beliefs,
and customs are not heavily considered (Adler, 2001; Hale-Benson (1986); Parillo, 2003;
Ogbu, 1995; Rovai, Gallien, & Wighting, 2005). Contrarily, Malone and Malone (2001)
describe two ways predominately white institutions acknowledged the difference in views
and cultural perspectives for minorities. "The civil rights movement in the 1960's
advancements within academia for African American through the development of (1)
Afro-centric courses such as black history, black psychology, and overall black literature;
and (2) the development of clubs/organizations such as the Black Student Union" (p.
338).
To apply the elegantly expressed sentiment in the above quote from Dr. King to
the reality oflife for African American males in higher education settings, their progress
as students and developing leaders have been neither automatic nor inevitable. In most
cases today, their every step toward the goal of educational attainment has required
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sacrifice, suffering, and struggle; the tireless exertions and passionate concern of
dedicated individuals (i.e., mentors).

Limitations of the Study
The present study was a qualitative analysis of information gathered from the
personal experiences and opinions of six undergraduate African American males with
senior classification currently enrolled at Eastern Illinois University (EIU). This
limitation effectively excludes former students and all women. The interpretations of
findings from the present research project were subject to the researcher's own biases,
ethnicity, and race and gender identities. The results ofthis study should not be
interpreted as a comprehensive analysis of the lives of all African American males
pursuing undergraduate degrees at EIU.

Defmitions of Terms
African American - black American or of African decent.
Eurocentric - considers Europe and Europeans as focal to world culture, history,
economics, etc.
Afrocentric - centered on Africa or on African-derived cultures, as those of Brazil, Cuba,
and Haiti.
Predominately White Institutions (PWIs) - any college / university with an enrollment of
more than 50% Caucasian / European descent students.
Racial Microaggressions - racial slights, recurrent indignities and irritations, unfair
treatment, stigmatization, hyper-surveillance, and contentious classrooms to personal
threats or attacks on one's well being (Smith, 2005).
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Counter space - a place where a person of cultural difference to the status quo can feel
safe and release tension felt (racism, prejudice, bigotry, et cetera) around others in the
environment.
Racial battle fatigue - signs of stress expressed through frustration, anger; exhaustion,
physical avoidance, psychological or emotional withdrawal, escapism, acceptance of
racist attributions, resistance, verbally, nonverbally, or physically fighting back (Smith
W.A., Allen, W.R., & Canley, L.L., 2007).
First Generation Students - college students whose parents I guardians have had no
college or university experience or earned a baccalaureate degree (Bean & Metzner,
1985; Billson & Terry, 1982; Choy, 2001).
Low-income - a household income less than $20,000/year with a maximum of four
children living in the home.
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CHAPTER II
Literature Review

_"The mere imparting ofinformation is not education. Above all things, the effort must
result in making a man think and do for himself. "
Carter G. Woodson, 1931
Mentoring
Scisney-Matlock and Matlock (2001) investigated promoting understanding of
diversity through mentoring undergraduate students in higher education, stating that
"often, students' overall success will be influenced significantly by the impact of their
mentoring relationships with faculty" (p. 76). They concluded that faculty members are
the best mentors for students making the journey as undergraduates because faculty
personnel will be able to assist students in their decision making process of how to
navigate the university arena. African American males, in particular, can use some
guidance while attending predominantly white institutions since the process of excelling
in these environments will naturally require adjustments. Several researchers have
expressed the importance of having a mentor for students of color to succeed as
imperative. In a descriptive case study, Ross-Thomas and Bryant (1994) found data
which led them to conclude that, in general, the mentoring formula utilized in higher
education specifically on freshman retention was not satisfactory by far. Yet, after
implementing mentoring to the targeted African American male population, the results
were quite impressive. The statistics revealed that the rates of retention were less than
50% and appeared to be declining rapidly. As expected, the statistics also revealed a
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correlation with graduation rates. Ross-Thomas and Bryant conveyed that "mentoring
has offered, especially to students who did not meet traditional admissions criteria, an
additional avenue for success in college" (p. 75). The debate of how effectively the
mentoring process contributes to those involved weighs heavily on the perceptions of the
intentions and expectations of the relationships forged.
Strayhorn and Saddler (2009) conducted a study with the purpose of measuring
the influence of faculty-student mentoring relationship satisfaction for African American
undergraduates. The data was collected by using the College Student Experiences
Questionnaire (CSEQ) (4th ed.) (Kuh and Siegel 2000; Pace 1987) of African American
students during the 2004 administration period. The CSEQ is a national questionnaire
data base containing over 653 African American collegians from more than 500 colleges
and universities. The researchers considered the study was significant for three main
reasons, (1) faculty-student satisfaction and the distinction between formal versus
informal mentoring; (2) the academic result of mentoring underrepresented minorities
during undergraduate study; (3) does gender affect the relationship ofmentoring
ultimately affecting college satisfaction and retention rates. The theoretical framework
consisted of 191 questions directed toward inferring the students' quantity and quality of
collegiate interaction and usage of the environment. The study is two-fold, (1) the
faculty-student relationships may alter depending on the type of relationship rendered and
the setting (formal or informal mentoring). On the other hand, (2) the mentoring
influence on satisfaction and the understanding of one's self belonging in the
environment! college. The sample was restricted to African American students who were
unmarried, lived on campus, and attended 2-4 year institutions. Likert-type scales were
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used to measure the index of student overall college satisfaction by asking a range of
questions. The data collected was limited to a large sampling of data however although
the data was a privileged selection because it only contains institutions that participated
in the CSEQ. The results of and effects ofthe mentoring are displayed in the table I
below.
Table I
Faculty-student mentoring means and standard deviations for all independent and
dependent variables
Variables

Women

Men
M

SD

M

SD

Mentor 1b

5.84

2.42

4.99

2.12

Mentor 2c

7.66

2.40

7.20

2.45

S atis facti on

5.90

1.60

5.82

1.53

Mentor Ib = interpersonaV professional mentoring relationship. Mentor 2c = research-focused
mentoring relationship.
Table I Source adapted from: Strayhorn, L.T., & Saddler, T. (2009). Gender differences in the
influence of faculty-student mentoring relationships on satisfaction with college among
African Americans. Journal ofAfrican American Studies, 13(4),476-493.

The table I conveys interpersonal! professional and research-focused mentoring
relationships. The men responded highly to interpersonal! professional and researchfocused mentoring relationships significantly higher than the female counter-parts. The
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mentoring impact was positive for both genders although significantly higher for the
African American men.
Formal Mentoring

"A mentor is both patient teacher and impatient master, encouraging and affirming, then
suddenly, challenging a protege's capacities. Atfirst, we wonder what he's doing. Then
we marvel at how he seems to know just what to do and when. "
Larry Ambrose (1991)
"Formal mentoring is a reciprocal learning relationship characterized by trust,
respect, and commitment, in which a mentor supports the professional and personal
development of another by sharing his or her life experiences, influence, and expertise"
(Zellers, Howard, & Barcic, 2008, p. 555). The formal process is deliberate with specific
intentions for success. The formal relationship focuses on short-term and long-term goals
to be ascertained by the protege based on their current status (Geiger-DuMond & Boyle,
1995; Murray, 1991). Formal mentoring is temporary although effective until the terms
of the contractual agreement are met. Whereas informal mentoring provides an indirect
method oflearning for all parties involved, formal mentorship is expressed with a great
deal of concern and deliberation.
It is not a happenstance occasion when formal mentoring takes place. However,

some researchers have taken a contrary position. For example, Comad (1985) concluded,
"at least in our culture, where choice is a strongly valued part of relationships, formal
arrangements have had only limited success" (p. 300). Zachary (2000) contends the
commitment of the mentor is the key element to the success of the program relationship
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with a protege. Ambrose (1991) states the condition of formal mentoring as challenging
the capacity of the mentee /protege but the truth of the challenge reveals the proteges
potential untapped until challenged. It is a marvel indeed for proteges to evolve and
progress as a response to mentoring.
Informnal~entor~g

"Character is formed, not by laws, commands, and decrees, but by quiet influence,
unconscious suggestion and personal guidance. "
Marion L. Burton (1991)
Informal mentoring is a form of mentoring that has great potential and can be
highly effective in ways that are not strategically obvious. According to Jones (2002),
"informal mentoring relationships are volunteer relationships, are initiated by the mentor
or student, and take on various forms such as informal conversations over a meal,
telephone calls, letters, emails, or office visits" (p. 11). Informal mentoring has great
potential for affecting both the mentor and the mentee without being strategic and
intentional. A person may go through these experiences while never cognitively aware of
mentoring taking place. As Allen and Eby (2003) stated, "learning may be enhanced in
informal mentorships because informal mentors may become involved in the mentorship
based on the belief that a given protege has something to offer in terms of expertise,
background, and a fresh perspective on the organization" (p. 471).
The informal process does not attach a specific guideline or agenda. Discussions
are held without specific direction or lead as the exchange oflearning and teaching
becomes a reciprocal encounter. Studies also show that during the informal mentoring
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process more time is provided to develop psychosocial and career development functions
(Ragins & Cotton, 1999). Time constraints on informal relationships usually last
between three to six years (Kram, 1985b), where as formal mentoring relationships last
between 6 months and one year (Bjorson & Dingsoyr, 2005; Murray, 1991; Zey, 1985).
Time is endless and informal mentorships are unpremeditated. Burton (1991) suggests
that in this lawless unconscious interaction information is transferred and attained for
personal achievement and success in life.
Peer Mentoring
"The lightning spark ofthought, generated or, say rather heaven kindled, in the solitary
mind awakens its express likeness in another mind, in a thousand other minds, and all
blaze up together in combined fire . ..
Thomas Carlyle (1991)
Mentoring is also demonstrated in another form which is interaction from peer-to
peer. Peer mentoring is a combination of informal and formal mentoring but different
altogether. Kram (1985b) and Levinson et al (1978) described peer mentoring as offering
alternatives to the traditional mentoring relationship between an authority figure and a
protege', a relationship that is relatively unavailable to many individuals in organizations.
These relationships are extended to friends, co-workers, roommates, et cetera. The peer
mentoring process does not have a limitation or hierarchical structure. Therefore, the
relationship is unlimited. Furthermore, the contents of the peer mentoring relationship
consist of sharing perceptions, values, and beliefs related to their lives, (2) provide peers
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with emotional support by listening and counseling each other during periods of stress,
(3) peers offer each other a personal level of feedback that can be an invaluable aid to
their (a) learning about their own leadership style, (b) learning how they affect others in
the organization, (c) seeing how they are managing work and family commitments
(Kram,1985b). Peer mentors are more commonly found and readily available unlike the
case in most formal and informal mentoring processes. Therefore, the students engaging
in the process are at a greater advantage for mentoring relationships on a broadened scale
for diversity (Thomas et aI., 2005).
A study conducted at a large predominately white land-grant university in the
Southeast focused on mentoring in a minority engineering program in terms of academic
and interpersonal growth among mentees. Good, Halpin and Halpin (2000) examined
upperclassmen mentors with freshmen mentees (N = 19; 4 females and 15 males, all
African American students). Their methodology required that mentors met with their
freshman mentees regularly and work on a variety of skills in an interactive learning
laboratory. The mentors assisted the freshmen as tutors (e.g., analyzing problems relating
to engineering) and companions (i.e., shared meals lattended movies or visited
apartments). Questions, posed to the mentors included (1) "Do you feel your progress as
a mentor and the progress of the students are being adequately monitored?"; (2) "What
would or could be done to improve this area?"; (3) "What have you learned about
yourselfthrough your participation in this program?"; (4) "What have you learned about
the learning process and needs of minority engineering students?"; and (5) "How do you
think the program could be improved next quarter?" Responses to each of these
questions were documented in a journal created by each peer mentor participant for
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evaluation purposes. During the evaluation exercise, three themes emerged: (1)
improvement of study skills in 10 students (over 50%); (2) self-reported growth of
critical thinking and problem solving abilities in 5 (27%); and (3) peer mentors
acclimated to a better and deeper understanding of academic concepts in 5 (27%).
Findings also revealed that 17, almost 90% of the mentors, experienced improvement in
personal skills, communication, self-confidence and identity development. "The constant
fluid interaction between mentors and mentees allowed one mentor to note that he was,
"involved in the development of future leaders" (p. 380)." Table II is a presentation of
the variation of participant outcomes academically by grade point average through the
course of one-year with and without the assistance of mentoring.
Table II
Mean Quarter GP As for 19 Mentees Prior to and During Minority Engineering Program
Involvement
YEAR

FALL

WINTER

SPRING

MEAN

Pre-MEP

2.66

2.59

2.61

2.62

During-MEP

2.62

2.86

2.80

2.76

Table 1 Source: Good, M.J., Halpin, G., Halpin, G. Fall (2000). A Promising prospect for
minority retention: Students becoming Peer Mentors. Journal ofNegro Education, 69(4).

Mean GP A figures in the above table suggest that the peer mentoring initiative
was extremely effective for the mentee students as their grade point average increases
indicate. These findings are testament to Carter G . Woodson's description of the impact
mentoring can have on a student's success at any level of education: "The mere imparting
of information is not education. Above all things, the effort must result in making a man
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think and do for himself' (1931). These words hold true as the peer mentors imparted
wisdom to others for their own personal benefit of growth and advancement.
Kram asserted that the forming of peer mentored relationships are endless and the
multifaceted connections are continual and immeasurable. Peer mentoring relationships
often extend beyond the informal and formal process of three to six years and progress
into lifelong relationships, many lasting at least 20 to 30 years. The gathering oflifelong
mentors and proteges in one room, area, or environment becomes an uncontrollable
experience for the mentors and proteges. The feeling and emotion in the room can travel
like a wildfire and peer-to-peer mentoring is transferred in the same fashion; involving
the exchange of various ideas, beliefs, and experiences shared over the years.
African American Male Experience
Many African American males experience entering higher education with great
apprehension due to a plethora of afflictions. According to Lee (1999), "African
American students not only enter predominantly White public institutions with a strong
heritage that has evolved for centuries and that does not perfectly match those
environments, but some of these students enter college being academically underprepared
for college-level work" (p. 31). Historically, higher education in the United States of
America was not meant for women and people of color. Therefore, many of the structures
placed in the origin of American (colleges! universities) remain in the 21 st century for all
to notice but only a few cultures to endure. The status quo in higher education has been
maintained and designed for Caucasians! European descendants as a form of cultural
transmission from one generation to the next (Apple, 1971; Combleth, 1984). Blatant
racism no longer pervades the world in distastefully graphic manners as in the past. Yet,
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the fight lives in strategies to demean and deconstruct other cultures, whether covert or
overt tactics are used. W.E.B. Du Bois (1903) wrote of double consciousness and the
ways in which a black man lives in one body but psychologically thinks as two people
based on the social environment. The creation of a dual complex, per se, is the
repercussion of living a life not approved by the status quo (Caucasian! European).
Therefore, adjustments are necessary for acceptance in the world lived outside of one's
sub-cultural society. These encounters for African American males may be viewed as
forms of critical race theory and racial micro-aggressions (Smith, 2005). Delgado and
Stefancic (2001) defined critical race theory as a movement of activist and scholars
interested in studying and transforming the relationship among race, racism, and power
(p. 1). Racial micro-aggressions are expressions displayed either non-verbally or
verbally and visually noticed although the majority ofthe time it is a subtle offense with
colossally deepening after effects (Smith, Allen and Danley, (2007); Solorzano, Ceja &
Yosso, (2000).
Pierce et al (1978) defined racial micro-aggressions as subtle, stumling, often
automatic, and non-verbal exchanges which are put downs' of blacks by offenders. The
offensive mechanisms used against blacks often are innocuous. The cumulative weight
of their never-ending burden is the major ingredient in black-white interactions (p. 66).
Many African-American students are first generation students which contributes
another set of anxieties and stressful expectations for success. Racial battle fatigue is yet
another phenomenon that African American males endure. Racial battle fatigue may be
best understood as signs of stress in the forms of frustration, anger, exhaustion, physical
avoidance; psychological or emotional withdrawal; escapism; acceptance of racist
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attributions; resistance; verbally, nonverbally, or physically fighting back; and coping
strategies associated with being an African American male on historically white
campuses (Smith, Allen, & Danley, 2007). Understanding the complexity of these issues
allows an in-depth view of potential stressors and frustrations that must be surmounted if
the ultimate academic accomplishment is to be attained for African American males.
Marbley et. al (2007) expressed how these deterrents may be alleviated if faculty
members become active and take responsibility for African American male freshmen and
help them clarify how to navigate the waters of higher education. However, Palmer
(2000) also implied that African American faculty members are insufficiently available
for mentoring; therefore, it is not a great surprise that many undergraduates do not have
this assistance and support.
Ortiz-Walters and Gilson (2005) considered whether for proteges of color, having
a mentor who is also of color andlor who is perceived as having similar values is
positively associated with satisfaction and support. The authors theorized that "proteges
of color may benefit from having a relationship with a mentor who is also of color
because of the comfort and interpersonal attraction that exists when individuals share
similar racial/ethnic backgrounds" (p. 461).
The formal mentoring process in higher education undergoes a series of learning
steps not only focused on how to survive but more so on how to excel within the
environment. For the average student, there is much unknown about college life.
Fortunately, research reveals that many African American males do not have the
astuteness initially to go out and seek information (mentoring) readily available beyond
the classroom setting that may be a complement to the education received along with the
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classroom experience. In general, universities and colleges uniquely make attempts to
sculpt students by exposing them to an assortment oflearning possibilities.
Passing the Torch

Greene (2008) described how when a person finds themselves starting a career
and in need of guidance and direction, there is a natural feeling or yearning to have
someone lead the way; a mentor. Accordingly, this mentor "should be able to explain the
process so that the path taken is not rough and many obstacles and overall failure will not
become a part of the mentee's experience which would be a high probability if done
without the mentor's assistance. In contemporary higher education, African American
males are high attrition recipients and can benefit from others passing along information
for the sake of fighting high attrition phenomena. Thus, it is in the best interest of
everyone in the academy for African American males to be able to contribute to their
collegiate experiences through shared information for success in the academic setting.
Hall (2006) proclaimed good preparation of mentors and mentees can ensure people are
more self-aware of the roles they adopt. Thus, mentor / protege relationships are
solidified with the understanding that knowledge is being passed along with the intention
that it be utilized for progressing oneself.
Again, in most educational settings, mentors are either assigned individuals or are
sought out by individuals that ask for the guidance they seek. These relationships and the
information shared either are or can be the very source or indicator that the mentor is
giving a part of themselves to the protege' in order to sustain a certain way to maintain /
survive in the world of academia, with hope that the torch will continue to be exchanged
over time. As Otto (1994) stated, "the mentor is [then] able to influence the next
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generation through the mentoring relationship and therefore feels a sense of
accomplishment as his or her protege achieves success" (p. 17). Thus, there is a sense of
self-gratification for those that pursue this type of endeavor in life.
For many professionals / mentors in the realm of academia, it is a pleasure and
life long journey to make impressions on students in hope that they will continue to
utilize the information bestowed upon them. For mentors, there is an innate sense ofjoy
and accomplishment as proteges continue to evolve and grow based not solely on the
environment but more so due to the information that has been shared for their personal
benefit. Inherent within the mentoring relationship is the sense of acting responsibly for
others in the community and sharing the purpose or intent of surviving and giving back to
continue a legacy of sharing and enjoying life and all that it has to offer overall (Wallace,
1993).

Programs for Support
LaVant, Anderson, and Tiggs (1997) concluded that "when students bond with
and to the university and develop a close relationship with peers, faculty, and staff, they
are more likely to matriculate and graduate" (p. 45). Iftheir conclusion is true, then it
becomes extremely important that African American males interact with a faculty mentor
and also become involved with the campus through a number of activities. Sports,
Greek-life, social clubs, et cetera, would be a great way for African American males to
express themselves outside of the classroom and become more accommodated within
academia. LaVant, Anderson, and Tiggs identified several mentoring model support
programs that emphasize(d) mentoring for African American males during their pursuits
for a baccalaureate degree. The Black Man's Think Tank, The Student African American
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Brotherhood (S.A.A.B.), The Black Male Initiative, The Meyerhoff Program, The Bridge,
Project BEAM, and The Faculty Mentor Program-University of Louisville are all
initiatives cited that universities are adopting as a result of acknowledging a problem with
African American male attrition.
Grimmett, Bliss, and Davis (1998) asserted "the consequences of misguided
academic program choices and incomplete preparation, common among low-income,
first-generation-college / university undergraduate students, may be overwhelming or
fatal to their pursuit of advanced education" (p. 405). Due to their economic status and
improper preparation for higher education, the possibilities of overcoming the odds in
many cases are slim for African American males. The majority may enroll with the
dream of success but the harsh reality has been that fewer than half actually graduate.
Mentoring Models
LaVant, Anderson, and Tiggs (1997) praised several mentoring programs for
their successes in working with African American males described below in greater
detail.
The Black Man's Think Tank. The Black Man's Think Tank was founded in
1993 on the University of Cincinnati campus. The program was an organized concept
lead by Eric Abercrombie, director of the African Cultural and Research Center and the
Office of Ethnic Programs and Services. The program was designed for African
American student discussions of issues of concern before an audience of African
American males within an academic setting lead by academicians. The think tank
initiative spearheaded a number of mentoring and leadership program matching
undergraduate black male students with black male professional staff.
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The Student African American Brotherhood (SAAB). Dr. Tyrone Bledsoe
founded the Student African American Brotherhood in 1990 on the campus of Georgia
Southwestern University. The organization provided student development and support
for African American men. As the organization grew, it developed a model and vision
for the African American man living a responsible life in the United States of America.
Educational attainment was emphasized; a long with counseling, cultural and social
activities, personal development opportunities, community service, and spiritual
enrichments offered, plus much more in informal support among members.
The Black Male Initiative. The Black Male Initiative is a program that Walter
Kimbrough of Philander Smith College founded in 2007 due to dismal six-year
graduation rates. At the time of its founding, the institution's graduation rates were 11
percent for black men, 21 percent for black women, and 16 percent for black students
overall. Over the last few decades, several Black Male Initiatives have sprouted up at
universities and colleges across the nation. However, the number of programs sharing
the same name is not important but community served and the outcomes of results are the
focus.
The Meyerhoff Program. The Meyerhoff Program was founded in 1988 by Dr.
Freeman Hrabowski III when he was the president of the University of Maryland,
Baltimore County (UMBC). The program was implemented to raise the enrollment and
graduation rates of African American doctoral students in the fields of science, medicine,
and engineering. The program provided exposure of students that shared similarities in
background and future interests; which provided a great network of support and
inspiration.
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The Bridge. Georgia State University initiated a program titled The Bridge in the
mid-1980s. Its expressed purpose was providing a jump start at the freshman level and
enrichment of experiences for African American students. Mentoring is a major
component ofthe program, which facilitates an opportunity for students, faculty, and
staff to engage in one-on-one relationships. The Bridge communicates the message that
education is not something that happens, but something each individual must create for
himself or herself (Chapman, & Logan, 1996, p. 6).
Project B.E.A.M. (Being Excited About Me). Project BEAM assists students of
color in gaining admission to West Virginia University and also provides academic
support and other services. BEAM is predicated on the fact that establishing a one-to-one
relationship with prospective students and really getting to know them establishes trust
and gains student commitment, which leads to successful retention. BEAM is a strategic
program at WVU, designed to improve African American students' coping abilities at
predominantly white colleges and universities. BEAM's top administrators at WVU
recognize that BEAM is quite different from the already established campus programs for
recruitment and retention of African American students. The program matches black
faculty, administrators, directors, staff employees, and individuals from the community
with selected students (p. 7).
The Faculty Mentor Program - University of Louisville. The University of
Louisville (KY) is one of several universities that experienced a significant increase in
freshman African American enrollment in the early 1980s. However, the number of
black students enrolled fell off dramatically after the first year of enrollment. University
administrators, faculty, and staff made assumptions about the attrition problems that are
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consistent with research suggesting that problematic retention is related to campus
climate. They concluded that many inner-city youth arrived at the university from
neighborhoods where their racial identity was of majority status. In an effort to make the
campus more hospitable and reach out to this underrepresented population, the Faculty
Mentor Program was initiated in 1984 to enhance retention and persistence of African
American students; it has been in continuous operation. The philosophy behind the
program is for an experienced and caring faculty member to assist in providing a
nurturing environment, to help the students become connected with the system and feel
welcomed, and to provide the kinds of direction that allow optimum use ofthe students'
talents and achievement of his or her goals. The faculty mentor's role entails friendship,
guidance, counseling, a warm and genuine smile at times, referrals, and encouragement;
it also means playing student advocate, navigator, proofreader, and alarm clock as needed
(source, p. 7)."
Tighter Grip. The Tighter Grip program was founded by Benjamin Bryant and a
few other African American male leaders in 2002 on the campus of Georgia State
University. The program was developed to address problems facing African American
males in college. The program grew to over 100 members within its first year. The
organization is chartered at Georgia State University and serves as a source of
brotherhood to the community as well as students on campus.
LaVant, Anderson, and Tiggs (1997) researched several of the mentoring
programs described above and characterized them as requiring a great deal of time and
effort attempting to address components of the African American male attrition /
matriculation dilemma.
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Eastern Illinois University has also adopted an initiative for African American
males struggling in academia known as the S.T.R.O.N.G. (Successful Teaching Relative
to Overcome Negative Generalities) program. The program consists of over 100 members
since its founding in 2008. Since inception, the program is run by students under the
watchful eyes of African American administrators. The program is an attempt to allow
the students to motivate and invigorate each other while university faculty and
administrators serve as mentors. (Personal correspondence: Dr. M. Davenport, Director
BIU office of Minority Affairs, January 19,2011).
Trio Mentor Program. Equipped to serve 175 students, the program provides
students with one-on-one assistance to boost student morale I self-confidence and provide
opportunities for Graduate study by cultivating relationships I shared knowledge and
nurture the growth and development of students throughout their entire collegiate career
if necessary.
The mentoring models presented above serve the students specifically according
to the needs ofthat institution ofleaming. However, a more in depth study has been
conducted to cast a broader view of African American based programs of assistance in
the collegiate atmosphere across the nation, addressing issues such as first-generation,
low-income, and I or disadvantaged statuses. Many ofthese models could be used in K
12 education as motivators and stimulators for success via engaging African American
males at an early age; preparing and equipping them for the collegiate experience and life
beyond.
Ellis (2004) posed three questions, (1) What does current research say about
meeting the academic achievement needs of African-American males? (2) What existing
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programs are seeking to expand college emollment for African-American males? (3)
What outreach and retention programs exist to support African-American males during
their college years, potentially increasing the rate of college graduation? The results of
several studies revealed staggering statistics. For exan1ple, Benton Harbor, Michigan had
a high school class of223 graduates. Of this number, only 80 (35.8 per cent) were males
(Ellis, 2004). In the summary of this study, issues were raised about the diminishing
condition of African American males in college; therefore, leading to the creation of
several programs. Tables III and IV for contain graphs of additional programs located in
various states. Although the number of programs may appear to be vast and the impact
significant, the returns on investment are far too low to seriously affect the overall
population of African American males. This effect will not happen overnight or with a
few programs throughout the country.

Table III
Summary of Programs for African-American Males
State

Program

Affiliations

Main
Components
Peer
Mentoring

Funding
Sources
Private

Emphasis

IA

Band of
Brothers

Iowa State
University

OH

African Male
Mentoring
Program

Wright State
University

Mentoring

Private

Retention

African
American
Male
Resource
Center

Ohio State
University

Support
Services

Private

Retention

Retention
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TN

Black Male
Initiative

Cleveland
State
University

Gentlemen
Organized for
Achievement
& Leadership

Xavier
University

Peer
Mentoring
Support
Services
Peer
Mentoring

Empowered
Men of Color

University
of Memphis

Support
Services

Private

Retention

Private

Retention

Private

Retention

National

Consortium
34 private,
Conference
Foundation
Retention
on High
liberal arts
Achievement
colleges
and Success
Source: Adapted from Ellis, P. (2004). Addressing the shame of higher education.
Programs that support college enrollment and retention of African American males.
Level Playing Field Institute. San Francisco, CA.
Table IV
Programs that Support all African-American Students by State

State

Program

Affiliation

Emphasis

AZ

Coalition to Increase
Minority Degrees

Arizona State
University

Retention

DC

Black Student Fund

Private

Enrollment

FL

College Reach Out

University of South
Florida, Tampa

Enrollment

IN

21 st Century Scholars

IN State

Enrollment

KY

Governor's Minority
Student College
Preparation Program

Murray State
University

Enrollment

MA

College Opportunity
and Career Help
(COACH)

Harvard University

Enrollment

MD

Meyerhoff Scholars

University of
Maryland,

Retention
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Baltimore
MI

KingiChavez/P arks
(KCP) Extended
College Day Program

Central Michigan
University

Enrollment

OK

Higher Learning
Access Program

Oklahoma State
University

Enrollment

PA

Summer College
Opportunity Program
in Education
(SCOPE)

Penn State
University

Enrollment

National

College Summit

Private

Enrollment

Minority Affairs
Program

American Chemical
Society

Enrollment

Source: Adapted from Ellis, P. (2004). Addressing the shame of higher education. Programs
that support college enrollment and retention of African American males. Level Playing
Field Institute. San Francisco, CA.

Mentoring Effects
Healy (1997) stated that mentoring is, in essence, "a dynamic, reciprocal
relationship in a work environment between an advanced career incumbent [mentor] and
a beginner [protege] aimed at promoting the career development of both" (p. 10).
Mentoring in the collegiate environment is usually a good experience because of the
stimulation intellectually, psychologically, and emotionally for both of the individuals
involved. Contradictory to the statement, depending on many tangible issues, the
experience may not be great or enjoyed. Formal versus informal mentoring places the
student! protege in a delicate position of power, time and commitment to complete the
tasks mutually agreed upon.
Kartje (1996) declared "the protege receives advice, guidance, and opportunities
for advancement. The mentor receives an opportunity to help another man and, more
important, to use the skills and knowledge he has acquired" (p. 116). This relationship, if
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experienced equally and simultaneously, can be invigorating for both mentor and protege
throughout the process as long as the relationship is healthy and positive.
The mentoring affect is a heartfelt endeavor that can be appreciated by individuals
involved far beyond their current engagement in higher education. Many times, the
learning apparatus extends beyond academic borders and spills over into life across-the
board. Furthermore, this relationship also illustrates the tremendous opportunities
granted as a result of being groomed by a mentor as in the findings ofKram and Isabella
(1985) who concluded, "mentors provide young adults with career-enhancing functions,
such as sponsorship, coaching, facilitating exposure and visibility, and offering
challenging work or protection, all of which help the younger person to establish a role in
the organization, learn the ropes, and prepare for advancement" (p. 111). Establishing a
relationship with a mentor can become extremely beneficial and prosperous beyond the
initial conception of the relationship depending on the time spent and the duration of
alliance. Girves, Zepeda, and Gwathmey (2005) illustrate the effects of mentoring in the
form of the following table.
Table V conveys the relationship effects of all parties involved (protege, mentor,
and institution) portraying the seamless connection within the engagement of mentoring.
The table also provides information for all parties as stated but effortlessly minimizes any
confusion about mentoring simplistically.
Table V
Benefits of Mentoring to Protege, Mentor, and Institution
Protege Benefits

Mentor Benefits

Institutional Benefits
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Teaches specific skills

Satisfaction of helping
another person develop
professionally

Better retention

Develops intellectual
abilities and critical
thinking

Enthusiasm and the feeling
of accomplishment

Better learning
environment for all students

Ideas and feedback about
one's own research project

Clearer policies

Facilitates entry into the
profession and career
advancement

A network of mentees
across institutions who can
collaborate on projects,
place students, and serve as
sounding boards

Increased productivity and
commitment

Relates how the field or
profession operates

An expanded network of
colleagues, especially if the
mentor is part of a formal
program

Improved cooperation and
cohesiveness

Introduces to key players in
the field

Recognition for service to
the community

More positive feeling
toward campus and sense
of community, of belonging

Provides advice,
encouragement, and
feedback

Potential for professional
development

Raises expectations and
future aspirations

The very act of mentoring,
guiding, promoting others,
may serve to effect their
own transformations

Engages in meaningful,
substantive tasks

Table 2 Source: Girves, J.E., Zepeda, Y., Gwathmey, J.K. (2005). Mentoring in a Post
AffIrmative Action World. Journal a/Social Issues, 61(3),449-479.

Concerns about Mentoring
The foregoing material reflects strong emphasis about how mentoring is the
greatest alternative to motivate and encourage African American males to excel in
college. Prior to this point, many researchers have described mentoring as a positive tool
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for growth and exposure for all individuals. Yet, there is a concern that officially
designated mentors will only use the methods which they have learned and not
implement contemporary strategies for students.
Franke and Dahlgren (1996) theorized that ifmentees are encouraged to accept a
mentor's advice without actively reflecting on their own experience, it will lead to
continued implementation of current routines and the stifling of professional growth. So
professionals in academia are concerned about the ways in which proteges grow and
become mentors themselves, using the same tactics that were effective for them.
Schlossser and Foley (2008) also stated ethical concerns arise and manifest in student
faculty relationships as (1) issues of power; (b) multiple and inappropriate relationships;
(c) boundary problems; and (d) competence to mentor. The concerns of the mentoring
process are equally sighted as positive and negative yielding results. Training for the
mentors and mentees is yet another concern due to the inexperience of both parties
involved. Many reports of negative experiences in regards to formal mentoring occur due
to a lack of knowledge and understanding of expectancies of the program which leads to
frustration (Eby & Lockwood, 2005). Overall, the concerns of mentoring are vast due to
several complications. The process of mentorship is individually challenged and the
process is not fail proofbut the concerns are legitimate and caution should take notice.

Financial Support of Programs
The financial support of mentoring programs varies from institution-to-institution based
on several factors. The lifetime of these programs many times are based on the resources
available for the students. The following programs provide a description of how financial
support further assists students the programs.
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Black Man's Think Tank: Mr. Eric Abercrombie received funding for this program
strictly from course registration fees. The program held a major conference once a year,
the weekend prior to Martin Luther King, Jr's birthday; which is usually observed the
second weekend of January. The program reached $100,000 in its last phase of
operation. Dr. Eric Abercrombie decided to discontinue the Black Man's Think Tank
due to lack of support financially from the University of Cincinnati and across the board.
The Meyerhoff Program: The program consists of over 30 different funding sources
(institutional, state, federal, endowments, and private donors) contributing. The total
amounts of funds are not privilege information.
The Student African American Brotherhood (S.A.A.B.): The chapters of S.A.A.B. are
financially supported by their institution. The allotments vary accordingly to the
institution and ability to earmark funds for the organization. The financial commitment is
discussed with the key institutional stakeholders (i.e., President, Provost, Dean, et cetera)
during the initial stages of forming a S.A.A.B. chapter on campus. The minimal operating
budget for a S.A.A.B. chapter is $5000 and the maximum can exceed $20,000. The
$5000 expense does not include the S.A.A.B. consultancy fee for campus visits. Students
that want to join the organization are free of cost and have no dues per se to pay other
than the life altering experience S.A.A.B. provides as the young men matriculate from
freshman into graduates.
The Black Male Initiative: The program is supported institution-wide, presidential-level
program aimed at personally reaching the black men on campus. The budget for
Philander Smith's Black Male Initiative is $20,000 per year. The program is a part of the
institutions infrastructure; therefore, a budget and necessities are available for students.
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Tighter Grip: This mentoring program is funded through student activity fee allocations.
The university allocates a certain percentage of student fees to the student government.
Tighter Grip receives a percentage of the monies allocated to the student government
which must be shared with other organizations across campus. The dollar amount is not a
set figure and fluctuates from year-to-year. During the 2008 school year, the budget
allotment was within the $1500 to $2000 range.
The Todd Anthony Bell Resource Center: The mentoring program receives funds in
access of $50,000 earmarked by the university. Monies allocated to the center increase
occasionally although the base allocation is set annually at $50,000 to host a series of
programs throughout the course of the year.
TRiO Mentor Program: The mentoring program receives funds through a federal grant
although monies are not allotted specifically for the TRiO mentoring program. The
director utilizes a budget of $1 000 to be used as a mentor/mentee need base. The monies
are often used to rally all mentors and mentees for special occasions such as movies,
bowling and dinner.
Successful Teaching Relative to Overcome Negative Generalities (S.T.R.O.N.G.):
Currently, S.T.R.O.N.G. is operating on a $1500 Redden grant. The Redden Grant is
used to improve undergraduate instruction. The organization has not grown to demand a
fixed budget within the institutional infrastructure.

African American Statistical Tables
Statistical data regarding the presence of African Americans in higher education
has been collected for years by the Department of Education, National Center for
Education Statistics, Integrated Postsecondary Education Data System, and Illinois Board
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of Higher Education. Much of this data appears on the Office of Planning and
Institutional Research Website of Eastern Illinois University (2011). Contributions of
retention and graduation data are referenced in Tables VI & VII which follow. The tables
convey a message about African American males within the nation, state of Illinois and at
the research site, Eastern Illinois University. Although several phenomena contribute to
the plight of the African American male retention and graduation decline within higher
education, the fact remains that the percentages posted represent the current status of
African American males in the national and local higher education systems.

Table VI
Fa112009 Race or National Origin of Students Enrolled in Illinois Colleges and
Universities by type of Institution

Race

Public
Universities
& Number of
Students

Public Community
CollegeslUndergraduates

Independent
Institutions

All
Institutions

Black, Non
Hispanic

25,392

45,842

48,353

133,115

12.40%

15.46%

14.83%

14.55%

Source: Illinois Board of Higher Education (I.B.H.E.) Database
http://www.ibhe.state.il.uslData%20BankiDataBookl20 1O/Table%20I -3 .pdf

In the above table, specific enrollment numbers for African American males are
not clearly revealed as the database does not provide an accurate distinction between
genders within ethnic groups.
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Table VII
EIU African American Male Total Enrollment All Degree Programs
Race/Gender

Degree Programs Enrolled

Total

African American Male

45

389

2009 - Fall Enrollment Illinois Board of Higher Education (I.B.H.E.) Database

The Illinois Board of Higher Education database reveals there were slightly fewer
than 400 African American males enrolled across 45 academic schools of discipline at
Eastern Illinois University. In 2010, EIU's African American male enrollment numbers
spiked to 468 males enrolling as fulltime and part-time students at the university. The
inconsistency in data collection across Illinois' public state universities is reflected in
Table VIII below which contains discrepancy in the figures due to undivided ethnic
calculations across the United States. For example, the figures provided for men are
calculated with all races and ethnic cultures included. The data provided for the African
American general column are also distorted or inaccurate due to women included in the
sample.

Table VIII
Fa1l2008-Enrollment at Title IV institutions, by control and level of institution, student
level, attendance status, gender, and race/ethnicity: United States

Men

African Americans

4,130,848

1,137,342

Source: The Integrated Postsecondary Education Data System
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The above enrollment rates were not necessarily at all time highs although there
were increases in the numbers over time. As enrollment numbers increased, the
graduation rate could be assumed to have increased also. Unfortunately, Tables IX thru
XII reveal the paradox of the educational system and the ongoing detriment of African
American male succession in higher education across the country, within the state of
Illinois and on the campus of Eastern Illinois University.

Table IX

Graduation rates at Title IV institutions, by race/ethnicity, level and control of institution,
gender, and degree at the institution where the students started as full-time, first-time
students: United States, cohort years 2002 and 2005

Total4-year institutions (cohort year 2002)2
African American Male

31.0%

National Center for Educational Statistics: Data Analysis System

The overall graduation rate for African American males across the country was
far lower than 50%, according to the National Center for Educational Statistics: Data
Analysis System within the years 2002-2005. Furthermore, Table IX illustrates the latest
update online available for the university's African American male graduation rate within
a six-year period.
Table X
Graduation rates within 150% of normal time to program completion Eastern Illinois
University
Men

51%
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African American
Four-year rate
Five-year rate
Six-year rate

35%
29%
52%
56%

2008 The Integrated Postsecondary Education Data System

The Integrated postsecondary education data system revealed that Eastern Illinois
University has a low but fairly close graduation rate to the national rate for African
Americans. The data does not indicate the male factor within the percentage; it is a
calculation of both male and female genders. Students that pursue a degree beyond the
yester-year tradition of four-year graduation matriculate at a higher percentage.

Table XI
Total awards (conferment) by gender, race or national origin, type of institution, and level
of instruction
Eastern Illinois University
African American Men
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Undergraduate Population

2,332

2008-2009 Illinois Board of Higher Education (LB.H.E.) Database
The African American male graduation rate was represented in 20 academic degree
disciplines with a grand total of 49 graduates out of2,332. These facts remain an issue
that needs to be addressed in higher education in regards to African American men.

Table XII
2003 Eastern Illinois University Graduation Rates (percent graduate within 6 years)
Fall 2003

58%

Office of Planning and Institutional Research Website of Eastern Illinois University
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The data reveal that when students persist up too six-year tenure, their rate of
graduation excels above 50%. Davenport (2010) states that during the 2008-2009 school
years, Eastern Illinois University had a 61 % 6-year graduation rate for students overall
but less than a 50% graduation for all African American students. The statistical data
have been tabulated without specific information in regards to gender, therefore it cannot
be stated accurately how many males were accounted for in the data.
Summary of Literature

The literature synopsis for the present study entails various aspects of mentoring,
formal, informal, African American experience, passing the torch, programs of support,
mentoring affects, concerns of mentoring, financial support of programs, and the African
American statistical tables. The literature provides a broad spectrum of mentoring and
the endless intricacies of the process. All ofthe literature are components to potentially
producing well rounded, supported, and motivated African American males while on the
campuses of predominately white institutions. Many programs have evolved and
expanded throughout the nation specifically geared towards impacting the African
American male detriment wherever it exists on each individual campus. However, the
data reveals alarming rates of African American males are not retained and do not
progress to graduate. The data provided is not complete although the vast range and
broad perspective has been presented. The tables provided offer a statistical base of
knowledge reflecting and validating researcher's findings. Extremely low percentages of
retention and graduation continue to rise. African American males are not targets of the
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academic system but have fallen behind on the educational attainment scale and continue
too at monstrous speed due to lack of attention to specific needs.
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CHAPTER III

METHODOLOGY
Qualitative Design

The naturalistic paradigm (Lincoln & Guba, 1985) was used to collect the data for
this contemporary study. The naturalistic paradigm of inquiry was utilized because it
permitted the collection of student experiences, thoughts, feelings and perceptions that
would not be possible utilizing scientific data collection methods. Naturalistic inquiry
requires that several basic tenets be met (i.e., transferability, credibility, dependability
and confiffilability).
The data were collected via one-on-one interviews with African American males
engaged in pursuing undergraduate degrees. After the purpose of the research was
explained to each participant, each signed an informed consent statement (Appendix A)
which contained assurances regarding confidentiality, security of the information
provided, and the future application / or sharing of data collected. Each participant
received a copy ofthe interview protocols (Appendix B) and additional opportunity to
ask any question regarding the study (e.g., significance of the study, reporting of the
findings, withdrawal options, why they were recommended for participation, et cetera).
Each interview lasted between one and two and one half hours. Interview
protocols (Appendix B) were created by the primary researcher and designed to elicit
participant perceptions regarding mentors, interpersonal relationships with mentors,
overall perceptions of university sponsored mentoring programs, and the influence of
mentoring on retention behavior.
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Time constraints negated opportunity for prolonged engagement with research
participants through lengthy observation during their involvement in campus activities
(e.g., athletic teams, student organizations, classes). However, every effort was made to
spend as much quality time as possible with participants in social engagement (e.g.,
formal and informal meetings, awards ceremonies, study tables, research projects other
than the present study) and co-curricular activities.
To insure the transferability of the findings and research design to a similar
institution or group of students, purposive sampling techniques were utilized. Study
participants were selected on the basis of recommendations from the Office of
Multicul1ural Affairs. Criteria for participants included and were limited to being an
African American male and senior class status. Institutional enrollment figures indicated
a potential participant pool of 112 African American males with senior class standing. All
112 were given an opportunity to participate in the study via contact made through
university e-mail accounts. Only two students responded to this request. To increase the
number of study participants, purposive sampling and snowballing techniques were
implemented with the cooperation of the Office of Minority Affairs. The six students
included in the present study may not be representative ofthe 112 students who fit the
criteria.
Credibility for the present study was established through a series of member
checks during which participants were provided opportunity to review transcriptions of
audio and video taped interviews.
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Dependability for the present study was assured through the consistent
application of interview protocols and the maintaining of confidentiality and privacy
during the course of each interview.
Confirmability (i.e., objectivity and neutrality) was established through a review
of prior research with emphasis on retention behavior, admissions patterns, student
involvement in support programs, graduation rates, formal and informal interviews
conducted with administrative staff in charge of special admissions programs (i.e., TRIO,
Gateway), and the perusal of historic institutional documents (e.g., student newspaper
accounts pertaining to the presence of African American students on the campus of EIU).
Data obtained from the aforementioned sources was compared across disciplines /
sources and reviewed in multi-year time periods.
Research Questions
The following research questions guided the present study:
1. What perceived impact does mentoring have on African American males
during their undergraduate experience?
2. How does the perceived impact of mentoring contribute to the rates of
attrition, retention / matriculation and graduation among African
American males?
3. How are mentor / protege relationships perceived from the viewpoints of
students and mentors that participate in the process?
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4. Is mentoring perceived to be an important or necessary component for
successfully obtaining a baccalaureate degree among African American
males attending Eastern Illinois University?
Location

The site for the present study was a mid-sized university with a total student
emollment of 12,000 located in a rural, farming area of Illinois. The campus is a
beautifully landscaped component of the surrounding community as most buildings are
constructed of limestone and date back to the 1800s. In addition to historic and modem
classroom and office buildings, the campus surrounding includes sculpture gardens, well
cared for native flowers, trees, shrubs and spacious courtyards. Newer structures share a
futuristic theme and reflect institutional commitments to environmental friendliness and
energy conservation. The city is currently comprised of a combination of the University
community nestled among residential neighborhoods and industrial sites. The city serves
as permanent home to a non-student population of 11,000 people. The university offers
44 undergraduate majors, 55 minors, 25 graduate programs and five post-baccalaureate
certificate programs. The average class size ranges from 25-30 students. The student to
faculty ratio is 1: 15. Approximately 74 percent of full-time faculties hold a terminal
degree. The vast majority of classes are taught by full-time professors; teaching and
research assistantships are limited to a few academic programs.
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Participants

The six African American participants in the present study were all seniors in
good academic standing. All participants anticipated graduating during the 2009-2010
school year. The current ages of the participants were either 21 or 22. For purposes of
the current study, the Office of Minority Affairs provided list of all African American
males with senior status (90-120 credits earned). Only one participant of the six had not
attended only Eastern Illinois University for all four years. The researcher utilized the
list and mass-emailed all African American male seniors to seek volunteers for
participation in the contemporary study. All participants signed an informed consent
statement agreeing to participate in the study. None were offered any type of incentive
for participation other than the opportunity to provide feedback which could be used to
assist in-coming African American male students.
The six participating students were each from different parts of the state and
nation. However, all were from urban areas. The participants were not uniform in the
nature of their activities. Three of the participants were not athletes; therefore, their
consistent daily regimen primarily entailed attending classes and going home post student
organization events and meetings. The other three participants were student-athletes on
scholarship at some point. Four ofthe six participants were members of Greek-letter
organizations.
Participant backgrounds reflected mostly middle-class upbringings with over 50%
of their families affected by an absentee father figure. Within the context of the present
study, the lack ofmentoring due to the absence of the biological father figure was a
common phenomenon within the lives of the six young men in the present study. The
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absence of a biological father was described as having had a profound effect on their
expectations and encounters with mentoring. Participant responses to interview questions
varied; however, underlying themes were similar and obvious.
Data Collection
The researcher held one-on-one interviews and the data were collected through
audio and video tape recordings. The researcher transcribed the audio / video tapes from
each interview via comparative analysis in keeping with the suggestions of Guba and
Lincoln (1978, 1979) regarding how to decipher and code student statements.
Similarities were found between participant responses while coding the information. The
files were maintained in a secure location under lock and key to which only the primary
researcher had access.
Interview Procedure
The researcher allowed the participants to choose the site for their one-on-one
interviews. The main campus Booth library is located in the center of campus was
considered the most comfortable setting for two students. The Booth library interview
rooms permitted private discussion between the participant and principle researcher. The
other four students met with the primary researcher in the department of Counseling and
Student Development office suite where counseling practice rooms were used to hold
their interviews. In each setting, acoustics facilitated the maintenance of confidentiality
as noise levels and traffic was minimal.
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Interview Protocol

The interview protocols for the six participants consisted of 24 questions
(Appendix B). The questions were designed to facilitate the process of obtaining sought
after perceptions from each participant.
Data Analysis

After each one-on-one interview, audio and video tapes were transcribed and
analyzed for emergent themes. Data from each interview protocol were further organized
based on the research questions and emergent theme categories.
Data Presentation

Findings from participant interviews appear in Chapter IV and are presented in
narrative format. Participants have been assigned fictitious names to protect their
anonymity. Descriptions of participant personalities, behaviors, and body language and
voice inflections are also included in the following narrative.
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CHAPTER IV
Findings

Contained within this chapter are representations ofthe mentoring experiences of
six African American male undergraduates. All participants held senior class standing at
the time of their participation in the present study and had expectations of receiving their
bachelor's degrees within a few months. During one-on-one interviews, the six
participants shared intimate details about their relationships and experiences with mentors
within the atmosphere of a predominately white institution.
Research Participant Profiles

This research study involved a total of six African American male participants.
Each participant is referred to by a pseudonym in order to protect their true identity.
Participant profiles are as follows:
Christian is twenty-one years of age and a devoted member ofthe Baptist faith.
Christian has been able to navigate the journey through college with differing experiences
accustomed to the traditional college student because of his strong religious beliefs.
Christian is a native ofthe state of Illinois and hails from a small inner-city community
near the St. Louis area. Christian lives a life heavily influenced by faith and therefore
views life through a faith based lens. Although not involved in any fraternities on
campus, Christian has been an active student with the department of Orientation during
his four years at the university. Christian is also the only child in his family.
David is twenty-two years of age and an active member of several student
organizations on campus. David, a native of the state of Illinois, grew up in the inner-city
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community of Moline. As an active member of a campus Greek-letter organization,
David is also a member of the ethnic male mentoring program on the campus known as
S.T.R.O.N.G. (Successful Teaching relative to Overcoming Negative Generalities).
David also works in the campus athletic facility where he has the opportunity to meet
large numbers of students and community members on a daily basis. David is the only
grandson in his nuclear family to attend college. He is proud of the fact that he is on the
brink of graduation.
Joseph is twenty-one years of age and extensively involved in intercollegiate
sports. Native to the state of Florida, Joseph attends the university on a scholarship to
play football. Joseph is the youngest of his siblings and has chosen to move far from his
support system in pursuit of an education. Joseph is an active member in at least one co
curricular activity (a Greek-letter organization).
Isaac is twenty-one years of age and involved in extra-curricular activities on
canlpus although not a member of any fraternity. Isaac is native to the south-side inner
city of Chicago neighborhoods. He has chosen to become a leader and an advocate of
non-violence by beginning a mentoring program at home. Isaac is well aware of how
influence changes individuals and assists in the growth processes as boys grow into men.
Goliath is twenty-two years of age and also involved in intercollegiate sports.
Goliath is a fraternity member of one ofthe Divine Nine Greek-letter organizations.
Native to the west-side inner-city of Chicago neighborhoods, Goliath is on an athletic
scholarship to play football and has the intent of entering the 2010 National Football
League draft. As a leader on the football field, he is very outspoken and deliberate about
his actions.
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Samuel is twenty-one years of age and a fonner member ofthe university's
nationally ranked intercollegiate football team. At the time of his interview, Samuel was
a full-time student devoted to his grades and graduation. Samuel, a fraternity member
and native to the state of Florida, is also the oldest of his siblings and chose to purse an
education away from his family and support network since he could obtain a football
scholarship for financial support.
Interview Narratives & Themes
During individual interviews, several themes emerged that may be interpreted as
instrumentally effective in assisting African American males in their acculturation,
matriculation, and success during the undergraduate experience. With uniqueness and
similarity evident, each participant described their own struggles and challenges with
mentoring. The narrative that follows is a presentation ofthe mentoring experiences that
assisted these young men in their development and adaptation to the culture of Eastern
Illinois University.
As the participants began to relax during their interviews and reflected on their
experiences, infonnation was revealed pennitting insight into the lives lived. These six
students consciously navigated themselves into mentoring relationships in hopes of better
circumstances for success.
With regard to research Question One, the focus of the perceived impact of
mentoring on African American males during their undergraduate experience,
participants were given opportunities to respond to five interview questions. Participant
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responses to each interview question as it relates to the above research question were as
follows.
When asked if they understood the concept of mentoring, the participants reported
being generally aware of the concept but none provided a textbook definition. Isaac, for
example, indicated his understanding of mentoring when he stated,
"Yeah, mentoring is something that, that's kind of like shadowing
somewhat. Shadowing yes, but the concept of mentoring is much more
than one-on-one. It can be group mentoring. In a way it's like giving back.
Giving back, meaning, urn, kind of uplifting individuals, being an
inspiration but also being motivational at the same time. So, when I think
of a mentor, that's all I'm thinking ... giving back, being an inspiration for
a way of living."
Isaac precisely described that the mentor serves as a person that gives back and
contributes or deposits information into other people. Life as a service to others, or
mentoring, was viewed from several perspectives. He believed that mentors guide, serve,
inspire, motivate and do much more for young men. David strongly felt the same way as
Isaac and expressed similar sentiment:
"Yes. My concept of mentoring is basically having someone there for you
that can basically show you how things are run, give you advice, be there
if you need them, or someone you can talk to about anything. That's
basically how I see a mentor."
Samuel chimed in, acknowledging his awareness of the concept of mentoring, but
admitted to not always giving it conscious thought. "Yes, basically, I guess. It
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[mentoring] is having guidance through someone. It could be a teacher or student; just

someone that has experience in an environment that someone else has not."
When asked if mentoring was viewed as an essential component to their personal
success, David's response, in particular, was intense.
"Absolutely! I feel that everyone should have a mentor because you
always need that voice you can talk to that's maybe not your parents or,
you know, that's not your family. It's the other voice because sometimes
your folks might judge you or sometimes you can't talk to your family
about everything so that's what you need your mentor for, so you can tell
them those difficult things."
Five participants were in congruence with the idea of needing a mentor as a major
component to assist them in their collegiate success. However, Goliath did not agree and
presented a different perspective.
"I don't think it's necessary, but it can help. Some people are self-driven.
You know what I'm saying? They know what they want to get but I guess
in every case there's going to be some form ofmentoring there. They have
to know what they want and how to go get it from somewhere."
In follow up questions, the participants were given opportunities to reveal more
about the effectiveness of their mentoring relationships. Although the participants were
aware of mentoring, the questions posed sought how they assessed the effects of
mentoring on their academic and personal growth?
Isaac responded that the effects of the mentoring he received resulted in his
personal drive to succeed.

53

"I'm a director of my own mentoring program and being that I'm director
and creator, it's very, very important to see the process of the growth in
students. For any student, or whatever the case may be, it (mentoring) is
very, very important. Being from my background of not having mentoring
and the way I give back to the community, I see growth because, you
know being a mentor or whatever, I track their growth throughout the
whole process. So, just to see their growth, whether it's big growth or little
growth, it is growth no matter what. I feel it [mentoring] is very necessary
for minority males. It's most definitely important.
The quality of mentoring relationships for the participants was relevant and
viewed as dependent on the nature of their connection with and the amount of time spent
with their mentors. The more contact mentees had with their mentors resulted in good
experiences or were described as examples of positive reinforcement for their overall
university experience.
David, for example, described making contact with his mentor on a timely
schedule. "I would want to say once a week." This weekly occurrence for David was
somewhat similar with all other participants except for Samuel, whose interaction with
his mentor fluctuated and was more infrequent. To the query regarding communication
and time spent, Samuel said with regret, "We barely talk."
Despite the reality that some participants only occasionally talked to their mentor
does not totally void the presence and impact of the mentor on the mentee. The reality of
mentorship was evident as the participants began to make statements reinforcing the
validity and impact of mentoring. Overall, each described their experiences differently
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although the commonality was that mentoring was helpful and the participants gained
positive results based on their experiences.
Isaac seemed to speak for the majority when he expressed how he felt and that he
really enjoyed the experience of being mentored.
"I love it a lot! I love them. You know, when I was 13-14 years old, I
intentionally kind of pushed potential mentors away. But, the fact is that
they stayed there and supported me and stuff like that. I cherish those
memories and relationships that I have with male and female mentors."
In addition, David stated how he viewed the interaction with his current mentor as a
normal activity of the day. "We just come and sit and talk about issues happening today
from anything, to women, to school, to just how black people are in society today."
Participant viewpoints varied about mentoring although all concepts applied.
However, it was evident that each of the six learned more about how they matured based
on expectations they perceived were either structurally superimposed, mentor desired, or
programmatically demanded their success by other people in their lives.
Research question Two was designed to ascertain how the perceived impact of
mentoring contributes to the African American rates of retention and graduation?
Specifically, the six participants each confirmed that mentoring contributed to their
retention and persistence towards graduation in significant ways. As young men seeking
success and achievement in life, they subscribed to the 'process of learning the system in
higher education in order to succeed, no matter the obstacles.' Through their mentors,
the participants 'learned the system' and took advantage of opportunities to excel in both
the academic and co-curricular Isocial environments.
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The mentoring preference for the majority was described as an informally
engaging process; although the overall purpose to learn and grow was clearly intact.
For example: University life is lived by engaging people of various genders, cultural
differences, religious beliefs, lifestyles et cetera. Utilizing this information and inquiries
about whether the participants were sensitive to same-sex mentoring or same ethnicity
mentoring was 10gica1. David did not hesitate to express his views on the topic.
"Urn, I don't think it makes that much more of a difference [mentoring]
but it's actually a plus because they [mentors] can relate to some ofthe
issues that you're going through if they're the same race as you or, you
know, same gender. If they are a male and ofthe same race, it's easier for
me to connect with them."
The majority of the participants shared interesting perspectives on this component of
mentoring. Several responses may, in essence, be interpreted as sexist. Goliath, for
instance, stated,
"It has its effects. You know, basically, because of society. I know I

would not take advice from a female as quickly as I would take advice
from a male. Personally, I would take advice from an older male versus
an older female. I may take an older person telling me something more
than someone my age or younger just because I feel like they have not
been in the world long enough to know what I should or should not do. I
wouldn't say so culturally. Well, it depends on the subject, but I'll say that
culturally it does matter." Brothers from the 'hood that ain't never been
out there, you know, they have what you call street smarts. I'd take advice
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from them, as opposed to taking advice from that [non-street wise] person
on what you should do with your education or money, or anything that
does have to do with the streets. You know, 1 would say culturally but
racially no, because if someone knows something, I'm always going to be
an open ear to advice on what I could do to do something better. So
culturally, yeah.
Samuel responded to this same inquiry with a perspective of openness as well.
He, however, assessed the situation to be one of self-drive and aspirations. "I do not think
it [race and/or gender] is important. 1 think it depends on the person basically; who they
are comfortable with."
Student retention is synonymous with satisfaction within the educational
environment and the relationships built during the collegiate journey. Each ofthe six
participants in the present study indicated several factors that have impacted their
experiences on campus. Mentoring was universally indicated as a necessary component
for any students to succeed. David eagerly explained why he ranked mentoring as the
most important factor. "1 feel that everyone should have a mentor because you always
need that voice you can talk to that's maybe not your parents or, you know, that's not
your family."
Goliath, however, was not as adamant as David and wavered while expressing his
views on the importance of mentoring.
"1 don't think it's necessary, but it can help because some people are self
driven. They know what they want to get but 1 guess in every case there's
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going to be some fonn of mentoring there because they have to know what
they want and how to go get it from somewhere."
Mentoring is also a process which can be deliberate or by happenstance. These
two sets of occurrences are known as fonnal and infonnal mentoring. With the
exceptions of David and Goliath, the other participants had little to no trouble explaining
the two types of mentoring. According to David,
"fonnal mentoring is kind of like ran through an actual program of that
sort and kind of infonnal meaning to me is just basically like one of your
friends or somebody that's older than you that you talk to about different
things, different things that you're going through in life so."
Goliath on the other hand, chose to describe fonnal mentoring thusly,
"You mentor somebody and the other person knows you're mentoring
them. Infonnal is? I guess, I don't know. [Perhaps, it's] not being aware
that you're being a mentor to somebody. That's my idea of it."
Despite their ambivalence in describing mentoring, whether infonnal or fonnal, their
experiences with mentors were impactful for these six young men.
During the course ofthe participants' college careers, they have persevered for a
number of reasons and mentorship relationships played a part in their decision making
process along the way. Christian muttered, "Iron sharpens iron. So, if you want to be
sharp, you need to be around sharp people."
Their endless conversations with their mentors helped shape their daily routines
and overall altered their lives. David was enthusiastic when expressing his mentor's
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method of addressing him personally as well as professionally and how life can be
complicated without the right guidance.
"I see you slacking." That he'll tell me, point blank, you know. He might
tell me in a rougher way, but he'll tell me what I need to hear and I
couldn't/ wouldn't change that for anything in the world. That's what as
an African American male I feel is missing. We have too many telling us,
'Aw, it's all okay. You can do whatever.' You know, some of us are not
staying on top ofthe important things, but they're getting involved in the
negative stuff, and that's what they're looking or more focused on, and not
focused on the important stuff, like school and you know grades, and
different things like that."
Each participant had his own reason(s) for continuing to stay on course with
academic performance in the classroom. Isaac continuously echoed David's comments in
this area: "Ah, most definitely! It [mentoring] has been showing me a different way of
living. So yeah, it has been influential.
All participants had experienced a sense of accomplishment resulting from their
persistence and academic success. The participants' struggles against the odds were
minimized by the unwavering support of others (e.g., family/ friends), belief in
themselves, strong spiritual beliefs, and fears of failure. Samuel expressed it simply, "I
have kept going because I did not want to disappoint my mother, basically."
All six participants remained at the university under a number of conditions.
Although each considered mentoring a part of their retention decisions, it was evident
that they all were determined to persevere despite the challenges incurred.
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Research Question Three asked how mentor/protege relationships are perceived by those
who participate in the process?
All six participants have also relied on their own wits and instincts for guidance
throughout their collegiate years. Formally, the mentorship they received had not been
disregarded however undefined. Whereas half of the participants were able to reflect on
mentoring experiences (foffilal mentoring) that supported their matriculation, the
remaining half described learning through (informal mentoring) watching, listening, and
talking with others to develop skills for success. The participants, although involved in
these relationships, may have been unaware of the implications. Participants' perceptions
of their relationship with mentors were directly correlated to success. Relationships with
their mentors were assessed by the participants and surprisingly enough, many ofthe
participants initially were indifferent. Isaac admitted doubting the potential for
developing a close relationship with his mentor. "I was a bit intimidated by him at first.
So, uh yeah, it was like that in the beginning." The ability to become comfortable
meeting a mentor for the first time is not easily accomplished by many. Trust must be
earned and built over a period of time for both, mentor and mentee to feel comfortable for
interaction. Formal mentoring sessions are established through consensus of intent and
results over a course of time. Informal mentoring is a casual occurrence that becomes
repetitive based on a commonality. Positive mentor / mentee' relationships evolve over
time and therefore took participants time to shift from impersonal conversation and
discomfort to the sharing of personal information and a sense of trust. David quickly
stated, "Okay, so the bond has definitely grown stronger." As the mentor/ mentee shared
more time in the relationship the trust was built. Each participant perceived the
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mentorship differently. For example, Isaac explained his perception of mentorship
resulting in conscientious actions. The following statement is an example ofIsaac's
perception.
"My mentors have made me become more aware of my actions and the
image I project basically. Am I doing what I am supposed to be doing?
So it is a question of whether I am doing what I am supposed to be doing
in reference to dressing appropriately for various events or am I setting the
right standards for myself. In addition to am I being intentional in my
school work and priorities like that. So my mentors have assisted me in
making me more responsible by means of taking care of my stuff and
getting my work done. So yes, it has impacted my experience."
Goliath also expressed the ways in which his life has been altered based on experiences
with his mentor. He described his mentor's approach as formal with business intentions.
"It is sterner and more hands off. When I need to get something done, my

agent says I need to do this and do that. It may seem like that because he
is the first male that I have had in my life. [He's] not really the first, but
he's hands on and more personal because he acts like a father. My father
died in 1989, so I really never had that male father in my life to be as
stern. I have had coaches but I dealt with them for only 2-3 hours out of a
day. My agent is calling throughout the day and our relationship is sterner
and more business oriented."
In some ways, their mentors filled a piece of the missing void in the lives of the
six participants due to absent fathers. While the void can never be filled, participants
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acknowledged that some of the key ingredients to life can be supplemented by mentors.
During the progression of the relationships, signs of progress were abundant. The
participants felt the need to describe their slow but progressive gravitation towards
solidifying the relationship between themselves and mentors. Christian, for example,
declared, "This is somebody I know I can go to any time of the day, the afternoon, the
midnight hour and I can call on this guy, this, uh, man and he's ready to talk to me, pray
with me." The acknowledgement ofthe mentor's commitment, extending their services
at anytime of the day or night, was perceived as progress in the relationship. Isaac
interpreted his relationship growth thusly,
"Urn, talking about personal stuff because, I mean, being transparent, I
want to say. 'Cause it's certain things I would talk about. Then I would
touch bases on, then I wouldn't talk about, urn or I would stay clear from
[some subjects]. But it was other things I feel more comfortable [with].
Like. 'Okay, I do trust you so much.' So, I can share with and talk about
that, uh, process oftrust and progression oftrust over the years."
All six participants endured different experiences during mentoring although each
maturated through the experience and became closer to their mentor. The mentoring
relationship was tremendously close for the majority of participants. Their relationships
with mentors had become a vital part of support for the participants in the absence of
other influential men / women in their lives.
Research Question Four was designed to ascertain whether mentoring was perceived to
be an important or necessary component for successfully obtaining a baccalaureate
degree among African American males?
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All participants in the present study revealed their perceptions regarding the
impact of mentoring for African American males as effective and having a tremendous
impact on their overall college experience. Participant consensus regarding the overall
experience and perceptions of mentoring were clear. As Christian stated,
"Showing someone the ropes and guiding their direction are qualities I
look for in a mentor. [/ wanted] a person that has been down the path that
I am on and has made mistakes but is willing to share those mistakes with
me so I do not make those same mistakes."
Christian was more concerned with avoiding potential challenges, obstacles, and
stressors while journeying through college. Mentoring was a keepsake and it was
important to find an individual that would be willing to share their own story and assist
him during his collegiate journey. Samuel stated, "Yes [mentoring], basically I guess it is
having guidance through someone, it could be a teacher, student. Just someone that has
experience in an environment that someone else does not." Samuel expressed the mentor
as a guide and or teacher that could impart wisdom to an individual that was ignorant or
misinformed about a particular subject, environment or situation. In addition to the prior
statement, Joseph commented,
"I think mentoring is really important because when I arrived at college
initially I struggled. The transition from high school to college was rough
and playing football in addition to the academics was a challenge for me
and my grades slipped. Once I was matched with a mentor, I was able to
gain a better understanding of my schedule and study habits which
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resulted in a 3.0 g.p.a. Without the mentor, I can only imagine where I
could be."
Joseph's situation stressed the importance of starting college with someone
available to assist beginning his first day on campus. Otherwise, it can be challenging for
some students. Not everyone makes the transition and performs at high levels both
academically and socially, in addition to the demands of playing a collegiate sport.
Furthermore, Isaac stated,
"Mentoring is important most definitely; especially since I am planning to
be the director of my own mentoring program. It is very, very important
just to be able to see the process of growth in the students whatever their
case may be. I plan to track their [his mentees'] growth throughout the
entire process to see whether they grow in little or big ways and I feel it
[tracking progress] very necessary for minority males in particular."

Isaac was not only informed about mentoring but felt compelled to initiate a mentoring
program back home in the inner city of Chicago. Isaac's comments contained the
sentiments for all six participants when he stated that mentoring was necessary,
especially for students of color.
In keeping with their prior statements, participants continuously expressed similar
sentiments towards mentoring and thoughts of success because of the influence and
motivation provided by supporting casts/mentors. Contrarily, Goliath was not totally
expressive in answering the question. It appeared as though he may have overlooked
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people along his journey. However, Goliath's ending comments revealed his belief that
mentoring is a part of everyday life for all human beings:
"I do not think mentoring is necessary but it can help. Some people are
self sufficient and they know what they want in life but I guess they are
going to need some form of mentoring because they have to know more
than what they want in life but how to get it. More times than not,
someone has to show them (i.e., a mentor)."
Researchers not only agree with the statement of Goliath but strongly endorse the
sentiment by stating, "not only does everyone who makes it have a mentor" (E.G.C.
Collins & Scott, 1978), but everyone needs a mentor: 1st_year teachers, potential Fortune
500 CEOs, welfare mothers, employees in need of remedial help, disadvantaged youth,
student teachers, newly minted assistant professors, prospective administrators, women,
minorities, and the list goes on (Anderson & Shannon, 1988; Clutterbuck & Megginson,
1999; N. W. Collins, 1983; Crow & Matthews, 1998; Kanter, 1977; Klaw & Rhodes,
1995; Murrell, Crosby, & Ely, 1999; Muse, Wasden, & Thomas, 1988; Zey, 1984)."
Goliath's attitude reflected that he did not need anyone else because his life goals and
aspirations could be achieved by determination and drive alone. However, towards the
end of his statement, he acknowledged that someone else had been influential during his
journey to success.
Overall, the six participants all stated that mentoring was beneficial to succeed
based on their own experiences. Each participant experienced and shared a different
need. No matter the difference of needs dispersed between the participants, the common
factor was mentors impacted the lives of these participants. The measurement of impact
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cannot be tallied on a quantitative skill although based on the qualitative questioning data
it is apparent that each participant not only were appreciative for the interaction and
assistance of a mentor but also felt the connection deeply in the form of humble gratitude.

SUMMARY OF FINDINGS
Significant amounts of data were collected during the one-on-one interviews. The
participants were asked 24 questions (Appendix B). The data collected from the six
students reflect consensus on five general themes: (1) support as a key factor; (2)
informal vs. formal mentoring relationships; (3) programs focused primarily on African
Americans males as beneficiaries; although they were not well-known to participants; (4)
involvement in co-curricular activities in the campus community other than class; and (5)
finding a person that had the requisite qualities of a good mentor.
The first theme referred to the participants' intrinsic feelings ofjoy from being
supported by other African American men specifically. Ortiz-Walters and Gilson (2005)
report, relationships between gender similarity, support, and mentorship quality such that
proteges with a mentor of the same -gender reported higher levels of comfort that led to
more support and higher quality relationships (p. 464). The other participants felt
support [mentoring] from many sources (female, inter-racial, informal, formal mentoring)
which were perceived as necessary components for their continued success. Each
participant was able to find a certain level of solace when around mentor( s), thus creating
a counter- space to all the other elements on campus. Inspiration and support from their
mentors were recognized as critical pillars towards maturation to graduation.
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A second theme reflected participants' relationships being quantified as formal,
informal or peer engaged. The majority of the participants stated that they were in
relationships that were formal although encountered several informal relationships as
well during their collegiate journey. Informal or formal mentoring relationships for the
participants were not of concern. The main concerns revealed were in the outcomes of
the relationships forged. As a result of having established a relationship either informally
or fornlally contributions to their matriculation could not be overlooked. It was apparent
that the relationships assisted these African American males towards goal attainment,
graduation.
The third theme focused on co-curricular activities on campus and three
participants were aware of African American male programs. The other three
participants were not involved. In particular, half ofthe participants were involved in the
S.T.R.O.N.G. mentoring program. The program offered a place for engagement and
bonding with others like themselves (African American men). Participating in
S.T.R.O.N.G. afforded opportunities to receive genuine feedback about making their
lives better; however, all participants did not participate in this program.
The fourth theme identified half ofthe participants 50% were involved in Greek
letter organizations that provided both informal and formal mentoring/ guidance from
older members ofthe fraternity. Pike and Askew (1990) found that members of Greek
fraternities/sororities produced higher levels of academic effort, involvement in
organizations, and interactions with other students. Furthermore, (Knox et. aI., 1992)
states, the connections help create a supportive environment for members that are
conducive to increasing success in college and a sense of satisfaction with their campus
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experience, as well as increased possibilities for success after college (p. 16). McClure
(2006) states (as cited in McClure, 2006; Murguia et al. 1991) identified these
organizations, including fraternities and sororities, as "ethnic enclaves" (p. 436).
Students use these enclaves to scale down a large campus in order to deal with it more
effectively.
The fifth and final theme, participants individually gave credence to the necessity
of a mentor in their lives. This theme emerged from the comprehensive responses
regarding each participant's aspirations. For example, each participant felt that in order
to survive the academic environment having a mentor was essential to overcoming any
and all obstacles. The participants affirmed that an experienced person providing
guidance and assistance along the path was critical to their collegiate success. "Not only
does everyone need a mentor, almost every supportive relationship is mentoring (Mertz,
2004)".
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CHAPTER V

DISCUSSION, CONCLUSIONS AND RECOMMENDATIONS
The present study was conducted to investigate the mentoring experiences of
African American males attending a predominately white institution. Participant
responses to 24 interview questions were assessed under the umbrella of four research
questions. The interview protocols were used to reveal factors that assisted these African
American males in their matriculation to senior class status and ultimate graduation. This
chapter contains a comparison / discussion between the responses of the six participants
and prior research findings. This chapter also includes a list of recommendations for
future student affairs practitioners and researchers alike, along with limitations of the
study and conclusions drawn.
Discussion of Findings
The six African American males included in the present study provided
similarities and differences on perspectives for their mentoring experiences and ultimate
academic success. Whereas all six participants were found to be successful and preparing
for graduation, their experiences with mentors were simultaneously common yet unique.
Five themes emerged from the findings: (1) intrinsic feelings ofjoy from being supported
by other African American men specifically; (2) mentoring relationships were quantified
as formal, infoffi1al or peer provided; (3) engagement in co-curricular activities on
campus is facilitated by mentors; (4) involvement in Greek-letter organizations included
mentoring; and (5) credence to the necessity of a mentor in the lives of the African
American men included in the present study.
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Prior research findings in the area of mentoring and its effects on African
American males suggests (a) the need for a mentor, (b) student indifference to a mentor's
race, age or gender; (c) students who are mentored during college tend to mentor other
students themselves (peer mentoring), (d) mentored students are more likely to persist to
degree attainment and report greater academic success (e.g., higher grade point averages
upon graduation), ( e) successful attainment of personal goals and greater personal
development (Baker et aI., 2003; Pascarella, 1980).
Findings of the current research include the following:
1.

Participants perceived characteristics of race, age and gender regarding

their mentor(s) as an individual preference. Because today's culture is semi void
of color references and social inequalities, in comparison to years prior to the
tremendous changes in the educational make-up of higher education following

Brown v. Board a/Education a/Topeka, KS (1954, 1955), the extensive
interactions of the six men included in the present study with people of different
skin pigmentations, backgrounds and beliefs are not considered taboo or unusual.
2.

The African American male participants in the present study were not

substantially different from any individual on a college campus today; meaning,
their experiences are unique to themselves and constantly change based on their
perception of the world (i.e., socially, morally, regionally, and culturally). For
example, Goliath, in particular, expressed a sentiment that was remnant of a time
in American society filled with sexism, bigotry, racism and prejudice and
segregation by law and shared by all participants. Specifically, he said he " ...
would not take advice from a female as quickly as advice from a male." However,
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he indicated a preference for taking advice from an older male versus an older
female.
3.

The majority of students today experience a plethora of cultural

encounters unlike previous generations, providing broader learning opportunities
for growth and matriculation within academic as well as social environments. All
of these dynamics contribute to the experience of individual students and also
provide insight in congruence with findings in many of the earlier researcher
studies. By making attempts to explain or rationalize differences, it became
apparent that for each individual the outcomes or perceptions of mentoring will
continue to change over the course of time.
4.

Participants in the present study acknowledged the significance ofhaving

a mentor / protege relationship with an upperclassman as the best source of
knowledge regarding support resources available in the academic community.
5.

In keeping with prior research, the ability to have someone more seasoned

or experienced (such as a faculty member) to draw knowledge from (Mertz, 2004)
was perceived as a tremendous advantage for the six men. The participants
reported their adjustments to college life came with some difficulties but each
considered the mentoring they received as important to their overall success. The
types of adjustment the experienced were documented in Tinto's (1975) work;
expressed through his theoretical model of social and academic systems of
adjustment in college.
6.

Participants revealed that knowledge about themselves as African

American men with futures were important so that the images they portrayed to

71

the public would be respected. Much of the published literature would have us
believe that all African American males tend to suffer from institutional support
failure for minority students in general and African American males in particular.
7.

Participants in the present study were very resentful of the typical

stereotypes portrayed of African American males. Each expressed feelings of
dignity and pride about who they were. As a group, they thought little, if at all,
about the status quo of literature that did not coincide with their self-esteem or
degree attainment behaviors.
8.

More discussion is needed in areas of relationships with mentors, infonnal

vs. fonnal mentoring relationships, peer mentoring, involvement in Greek-letter
organizations; the significance ofmentoring programs (e.g., S.T.R.O.N.G.); and
possibly campus climate for the development of skills, relationships with facuity,
staff, administrators, coaches, and African American women; all of whom could
serve as mentors.
9.

The participant's outcome as graduates were stated as a direct correlation

from their mentor(s) as supporting casts throughout their academic endeavors. In
addition, socially the participants were able to matriculate utilizing a variety of
avenues (Greek-letter organizations, sports, clubs et cetera) as a peer-to-peer
network provided retention efforts for continued assistance. The usage of
mentoring either fom1ally, infonnally or peer experienced all contributed into
positive achievements for the participants.
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Conclusions
The following conclusions were drawn based on participant responses to
interview protocols utilized in the present study and findings from prior research in the
areas of mentoring.
1. Mentorship in a university / institution setting is imperative for success for African
American males.
2. Encouragement and moral support from family, friends, or colleagues are essential to
self-efficacy. Support offered by other African American males can be effective,
however support regardless of gender also motivates students for positive outcomes.
3. Mentoring programs implemented for African American male success should be
extensively publicized to the student body. Identifying African American male students
might prove to be an effective method to for students most in need.
4. Utilizing the social networks provided by Greek letter societies pushes the agenda of
mentoring for African American undergraduate males.
5. Based on the national graduation rates of African American men in college,
intentional initiatives should be undertaken to expose, involve, and stimulate African
American male educational awareness for attainment, matriculation and graduation at
higher rates.
6. Provide funding for greater support of mentoring programs to allow mentors
opportunities to engage in formal and informal activities (e.g., research and social
engagements) with mentees while enhancing the learning and developmental experiences
for students involved in such programs.
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7. Establish programs designed to highlight the success of African American males
currently experiencing difficulty in successfully acquiring the degrees they seek. Most
importantly, programs should be designed with components not only intended to educate
African American males through methods of mentoring but also serve as motivators to
overcome the challenges apd obstacles they face in all aspects of collegiate life.
8. Rally the African American faculty, staff, and administrators to form an organization
that may be beneficial to the African American student populous in a variety of ways.
9. Create an atmosphere that is inclusive of all ethnicities / minorities and super-impose
standards of accountability for those student groups to excel from within the institutional
infrastructure.
10. Openness to suggestions from the students to address current and future issues may
prove beneficial for all concerned.
Recommendations for Student Affairs Practitioners
1. Student Affairs administrators must understand the plight of African American males
and determine whether it is a dilemma that concerns the university. This concern has
been documented endlessly in published articles and books but continues to be
phenomena. Maybe it should be by design that university administrators do devote time
and sufficient funds to address issues that are historically dated and cyclical.
2. The numbers of ethnic / cultural faculty on historically and predominantly white
college campuses such as E.LD. are few. Therefore, all students have slim chances of
meeting the acquaintance of professional men and women of color. Therefore,
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institutional leaders should actively seek minority administrators and staff personnel to
serve the institution academically but also provide mentoring opportunity for students.
3. Developing college students is not unlike raising children; although their visions and
choices are based on their years of interaction and experiences. Student Affairs
administrators should consider implementing integrative learning strategies that affect the
impact of minority student populations as a whole, while simultaneously enhancing
learning outcomes for African American males.
4. Utilize mentoring programs such as TRIO, S.T.R.O.N.G., and SAAB, the Black Male
Initiative, and the Divine Nine as institutional support initiatives to impact African
American males.
5. Consult with scholars in the field who have added to the tremendous body of research
on African American males over the course of the last decade. Reaching out to these
individuals for assistance or insight about how to address issues of mentoring and the
African American male population of Eastern Illinois University could be very wise.
6. Update statistical data on Eastern Illinois University planning and institutional
research website in regards to the graduation and retention rates for all genders, races and
ethnicities.
7. Provide detailed information regarding scholarship-athletes and the percentages of
those students by gender, race and / or ethnic origin / identity.
8. Financially support minority groups whenever possible to encourage student
interaction and participation in all aspects of the university community.
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9. Create an E.I.U. experience as a signature university experience, providing an
incoming class with a unionized experience for growth and development focused on a
global diversity initiative.
Future Researchers:

1. Further research should be conducted on how the participants grew up and how
mentoring was perceived during early stages in life.
2. Collect a larger sample of African American males and strategically separate or
interview students that are involved in sports and other co-curricular activities versus
those who are not involved as a way to study differences / similarities between the
groups.
3. Gather more information on student and mentor perceptions of their interactions based
on gender and ethnicity.
4. Create an instrument to reveal the participants' understanding / awareness of the plight
of African American males in America in general, but specifically their collegiate
experiences.
5. Research the number of African American males that may have transferred or dropped
out of the university.
6. Research the interactions between African American men and women on campus for
commonalities of mentoring experiences.
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OVERALL SUMMARY
The above research contains several lessons and implications about the ongoing
challenges for African American men in college. The perspective of the primary
researcher is not without bias due to his being an African American male. However, the
research provided only validated many experiences during the educational pursuits of
African American men. Historically, racism, oppression and bigotry infected the United
States of America as a horrifying virus. Since the introduction of slavery in the 1600s',
vivid pictures of cruelty and death promoting individuals paraded the streets and spoke to
the masses in persuasive tongues. It is not evident that these elements have been
removed from society today. Yet, life in the 21 st century has evolved with vast
technological advancements although everyday interactions, especially between people of
color and members of the dominant group (Caucasians of European descent) in many
environments are no more than cordial. The playing field has not been leveled in all
arenas. The researcher suggests to not conceptualize higher education institutions as part
of a utopian society but a world in which people can live together, acknowledging the
facts and addressing the issues together. Given that the present research study was
conducted on a historically and predominantly White collegiate campus, the acquisition
and dissemination of knowledge regarding the challenges faced by African American
males occur within colleges / universities across the nation.
How is it that we members of the human race are not using colleges / universities
to better ourselves overall? Instead, the aim and purpose of American colleges and
universities appears to be aimed at misconstruing, manipulating, and confusing the
educated majority so that history will repeat itself, resulting in the continued separation of
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cultures I racial groups. African Americans, overall, have fought and struggled to be
considered human, let alone equal. Over time, minorities and women have become
respected but the research reveals a great deal of respect continuously and conspicuously
absent from the status quo with regards to the African American male. The issues
presented by the research remain prominent, with institutional neglect and other issues
remaining historic and contemporary dilemmas. Moreover today, privilege remains and
voids all reason, logic and fact.
It is apparent that education has been reserved for those that can pay for it.

Unfortunately, failures to recognize, address, and implement an active plan for more
improved courses of action will result in the demise of us all. We are all (i.e., African
American, Caucasian, Chinese, Japanese, American Indian, Mexican! Latino, Australian
et cetera) interdependent on one another for success, failure, health, knowledge, and
survival on this earth. Why do we continue making excuses to overlook the problem? Or
are the educators not really educated? Carlyle (1991) spoke eloquently about
camaraderie, brotherhood, community, inc1usivity and the overall evolution and
development of human beings. "The lightning spark ofthought, generated or, say rather
heaven kindled, in the solitary mind awakens its express likeness in another mind, in a
thousand other minds, and all blaze up together in combined fire." In relation to the
African American male experience in higher education, mentoring can have positive
effects on enrollment, retention, matriculation and graduation rates.
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Appendix A
Informed Consent Form

CONSENT TO PARTICIPATE IN RESEARCH
Mentoring: African American Male Experiences
You are invited to participate in a research study conducted by Ivan D. Blount
(graduate student) from the Counseling & Student Development department at Eastern
Illinois University.
Your participation in this study is entirely voluntary. Please ask questions about anything
you do not understand, before deciding whether or not to participate.
•

PURPOSE OF THE STUDY

The purpose of the study is to explore the African American male experience at
Eastern Illinois University through mentorship or lack thereof.
•

PROCEDURES

If you volunteer to participate in this study, you will be asked to:
Answer a series of questions that will reveal mentoring experiences on the campus of
Eastern Illinois University as an undergraduate. Specifically, mentoring experiences as
they influence your life and the perceived impact of your relationships with mentors on
your university experiences will be the focus of the questions. The interview session will
take no longer than one hour and it will be held at your convenience on the campus of
Eastern Illinois University. The interviews will be digitally recorded (audio taped or
videotaped) as a means of capturing the essence of your mentoring experiences.
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Other studies on mentoring have been conducted similar to this current study, but
this is not a duplicate of any other research conducted on the campus of Eastern Illinois
University. There are no alternative therapeutic, diagnostic, or preventive procedures that
might be advantageous to the participants for consideration prior to the participants
deciding whether to participate in the study.
•

POTENTIAL RISKS AND DISCOMFORTS

There are no foreseeable risks or discomforts, including physical inconveniences,
psychological, social, legal, or financial risks or harms that might result from
participating in the research.
The study may be terminated only if the researcher for some unforeseen reason
will not be able to continue physically with the study.
The participant, you will not receive compensation/treatment as a result of
participating in the study.
•

POTENTIAL BENEFITS TO SUBJECTS AND/OR TO SOCIETY

As a participant, you will have an opportunity to share your personal stories of
survival and perseverance with or without mentorship and how you perceived the impact.
Reflection and self-gratification for overcoming the odds will be a benefit to the
participants of the study.
The university will be able to better assess whether structures are in place to assist
participants and properly address retention and graduation outcomes for this particular
demographic of students.
•

INCENTIVES FOR PARTICIPATION (Optional)

There will be no incentives offered for participation in the present study.
•

CONFIDENTIALITY
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Any information obtained in connection with the present study and that can be
identified with you will remain confidential and will be disclosed only with your
pern1ission or as required by law. Confidentiality will be maintained by means of
identifying each participant with a fictitious name. The researcher will not use legal
names to protect the participants and to uphold confidentiality. The primary researcher of
this study will have the responsibility of housing the data collected.
Information obtained will be released as part of a Master's thesis which is a part
of the curriculum for graduating from the department of Counseling and Student
Development. The information will only be released after reviewed by the committee
members and agreed upon as a complete project worthy of binding and adding to the
work of former researchers within the department.
The primary researcher will use digital audio and video tape recording devices
during the interviews to maintain accuracy of the participant responses. The primary
researcher will have access to the tapes/files to be used for educational purposes, and
when the interviews are complete, the researcher will erase or destroy the data after the
required three year period. [Note: Records (e.g., signed informed consent forms, data)
relating to the research project must be retained for at least three years after completion
ofthe research. See 45 CFR 46.1 15(b)]
•

PARTICIPATION AND WITHDRAWAL

Participation in this research study is voluntary and not a requirement or a
condition for being the recipient of benefits or services from Eastern Illinois University
or any other organization sponsoring the research project. If you volunteer to be in this
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study, you may withdraw at any time without consequences of any kind or loss of
benefits or services to which you are otherwise entitled.
There is no penalty if you withdraw from the study during or after its completion
and you will not lose any benefits to which you are otherwise entitled.
•

IDENTIFICATION OF INVESTIGATORS

If you have any questions or concerns about this research, please contact:
Ivan D. Blount, Principle researcher at (574)315.2280 or idblount@eiu.edu
Dr. James Wallace, Project Co-investigator at (217)581-7240 or jawallace@eiu.edu
•

RIGHTS OF RESEARCH SUBJECTS

If you have any questions or concerns about the treatment of human participants in
this study, you may call or write:
Institutional Review Board
Eastern Illinois University
600 Lincoln Ave.
Charleston, IL 61920
Telephone: (217) 581-8576
E-mail: eiuirb@www.eiu.edu

You will be given the opportunity to discuss any questions about your rights as a research
subject with a member of the IRB. The IRB is an independent committee composed of
members ofthe University community, as well as lay members of the community not
connected with EIU. The IRB has reviewed and approved this study.
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I voluntarily agree to participate in this study. I understand that I am free to withdraw my
consent and discontinue my participation at any time. I have been given a copy ofthis
form.

Printed Name of Participant

Signature of Participant

Date

I, the undersigned, have defined and fully explained the investigation to the above subject.

Signature ofInvestigator

Date
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Appendix B
Interview Guide Protocols
Research Questions and Interview Protocols

1.

What perceived impact does mentoring have on African American males
during their undergraduate experience?
•
•
•
•
•

2.

Do you understand the concept of mentoring?
Do you feel that mentoring is necessary for students to succeed?
If so, how is mentoring effective?
How much time do you spend with your mentor?
What has your reality been during the mentoring relationship?

How does the perceived impact of mentoring contribute to the African
American rates of retention and graduation?
•
•
•
•
•

Do you think having a mentor of the same gender and racial group
has made a significant difference in your relationship?
Do you feel that mentoring is necessary for students to succeed?
Can informal mentoring affect a student's progress?
Is there a difference between informal and formal mentoring?
How will the mentorship effect your decision to persevere?

3. How are mentor/protege relationships perceived from those that participate in
the process?
•
•
•
•
•

How much time do you spend with your mentor?
How would you describe your relationship with your mentor?
Has the relationship with your mentor made you more
responsible?
As a mentee how do you perceive the relationship?
How does your relationship show signs of progress?
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4. Is mentoring perceived to be an important or necessary component for
successfully obtaining a baccalaureate degree among African American
males?
•
•
•
•
•

Do you understand the concept of mentoring?
Do you feel that mentoring is necessary for students to
succeed?
If so, how is mentoring effective?
How much of an impact has the relationship with your mentor
contributed to you returning to campus?
How will the mentorship effect your decision to persevere?
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Appendix C
Information Letter

Dear Participant:
My name is Ivan D. Blount and I am a graduate student in the department of
Counseling and Student Development here at Eastern Illinois University. Currently, I am
conducting a study on African American males and how they perceive the impact of
mentoring on their matriculation and retention behavior leading to graduation.
As the primary researcher, I am requesting participation from all African
American males with senior class standing. The study can only be conducted if you and
others volunteer. You may indicate your interest in participating in my study by
responding to this email via the contact information listed below. No more than six
African American males will be selected for participation in this research project. I will
take the first six participants to respond to the email. Each person who indicates
willingness to participate in the research project will receive a written request from me
inquiring about your availability for an interview. If you have made the choice to
volunteer but the number of volunteers has been filled, I will also notify you regarding
your participation status.
The interview will take approximately one hour to complete. Please be assured
that any information you provide will be kept confidential as only I and my thesis
committee chairperson, Dr. James Wallace, will have access to it. During our interview
meeting, I will explain in detail the steps that will be taken to ensure your confidentiality
along with your option to discontinue participation at any time.
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If you are not interested in being a participant in this study, you do not have to
respond to this email. During the interim, please know that I appreciate your time and
consideration for potentially becoming a participant in this important research project.
Most sincerely,
Ivan D. Blount
Graduate Assistant, Dept. of CSD
2112 Buzzard Hall
217.581.7240
idblount@eiu.ed
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Primary Researcher's Personal Reflection
During my initial collegiate experience as a football player on a Catholic
predominantly white institution; my primary interpersonal relationships were with other
African American males. As peers, we had much to offer each other (e.g., ways to
navigate academic mine fields, how to understand the campus atmosphere for Black
athletes, and the importance of knowing where to go and who to ask for help and
support). However, I never encountered an older African American male in any
administrative, staff, or faculty position. Therefore, I was predisposed to believe that
African American males pursuing careers outside of athletics were non-existent within
academia except a few anomalies such as W.E.B. Du Bois, Marcus Garvey, and Cornell
West.
In general, the African American males I encountered were admitted to the
university primarily as student-athletes on athletic scholarships. The small Catholic
private university I attended offered limited interactions with African American students
outside of the athletic arena. Our classroom perfonnances were issues due to a
combination of stressors such as responsibilities to the family/friends at home, pressures
to perfonn on (socially) /(academically) offthe field, and very limited financial support.
The combination of lacking support and counter space to relieve my frustrations proved
to be too much and I left school after two years. Many other African American males
were in the same predicament I experienced. We all experienced a lack of guidance to
assist in navigating the academic acclimation process amid the academic and athletic
demands. As I contemplated over a course of years the distressing experience ofjuggling
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schoolwork and athletic perfonnance, I realized that I was not alone in my challenges.
As I began my graduate tenure, I held conversations with other African American males
during which we agreed that we all shared common experiences during the course of our
educational attainments. It was painfully obvious to us all that African American males
were not visibly noticeable or viable as resources for advice within higher education but
especially within our predominately white institution.
I am aware of the absence of African American males in my life during my
overall educational attainment and it has had adverse affects. However, meeting African
American men (ProvostNice Presidents, administrators, and faculties) during my
continued pursuit of education has been a revitalizing breath of life and crystallized
attainable goals for bettennent through my own efforts.

